This study examined the association between type A behavior, emotional intelligence, social self-efficacy, and work motivation among faculty members at the Hashemite University in Jordan. Seventy seven faculty members responded to four measures: Type A behavior scale, emotional intelligence scale, perceived social self-efficacy scale, and work motivation scale. The results of this study revealed that emotional intelligence was positively and significantly related to work motivation. Moreover, this study confirmed the value of emotional intelligence as a significant predictor of work motivation. However, social-self-efficacy and Type A behavior proved to be non significant predictors of work motivation
INTRODUCTION
Nowadays, universities represent extremely complex social organizations. This encourages researchers to examine a large number of factors and their numerous interactions in order to approach an understanding of how these organizations function. One cannot minimize the confounding effects that the human factor introduces to these organizations. Here, we will pay attention to a particular group, the academic staff, as a key resource and their major role in achieving the objectives of the university. The work of the academic staff is influenced by a number of situational and environmental factors, such as: massification, deterioration of financial support, low quality of and inadequate materials (Altbach, 2003) .In addition, there are personal factors that play a major role in affecting job performance and work motivation among faculty members, such as: personality characteristics, communication skills, and emotions (Kafetsiose & Zampetakis, 2008; Ostroff, Kinicki, & Tamkins, 2007) .
A large number of personality characteristics are related to motivation (Deci & Ryan, 2000) . Ames (1990) suggested that our way in interaction with others can influence not only our motivation for particular tasks, but also our motivation as a personality characteristic. The level of motivation that a person has depends, mainly, on the personality of that person. If a person has the personality of a quite, shy type, their motivation will come from living within that personality (Murphy, 2005) .
Modern approaches to motivation may be organized into three related clusters: personality-based views, cognitive choice or decision approach, and goal or self-regulation. The first approach emphasizes the influence of enduring personal characteristics. On the other hand, the cognitive choice approach focuses on two determinants of choice and action: expectation and subjective valuation of the consequences associated with each alternative. The third approach emphasizes the factors that influence goal striving which focuses on the relationship between goals and work behavior (Wiley, 1997) . Baum, Locke & Smith (2001) showed that the relationship between personality and performance is mediated by self-efficacy.
Thus, motivation is a psychological process resulting from the interaction between an individual and the environment (Locke & Latham, 2004) . Mitchell & Daniels (2003) reported that research on personality is the fastest growing area in the motivation literature. In a review of predictor domains Schmitte, Cortina, Ingerick, & Wiechmann (2003) concluded that personality is the primary predictor of elements of motivation. Tett & Burnett (2003) presented a person-situation interactionist model of job performance that lays the groundwork for specifying the conditions under which particular personality traits that predict and explain performance in specific jobs. Their model proposes that employees seek out and are satisfied with tasks, people, and job characteristics that give them opportunities for expressing an array of personality traits.
On the other hand, the performance of academic staff as instructors and researchers determines much of the student satisfaction, and has an impact on student learning and, consequently, the contribution of universities to the society as a whole. Therefore, job satisfaction and work motivation of the academic staff appeared to be important. It is mistakenly believed that paying incentives, only, will create effective levels of motivation and, thus, will create an overly job satisfaction. Previous research indicated that lack of motivation and job satisfaction was due to non-monetary factors: intrinsic factors that are related to personal growth, and extrinsic factors that are associated with security into work environment (Spector, 1997) .
Because faculty members play a major role in students learning process, it is necessary to study all of the potential factors that might have an influence on their work motivation and job performance. The present study tries to examine the effect of some of the nonmonetary factors on work motivation of faculty members. These factors are: Type A behavior, social self-efficacy, and emotional intelligence.
Type A behavior and work motivation
Type A behavior is one of a few personality characteristics that has been previously studied in relation to job performance (Jamal, 1990; Jamal & Baba, 2001; Halberge, Johansson & Schaufeli, 2007; Lee, 1992) . Individuals who exhibit Type A behavior are characterized as being ambitious, competitive, impatient, and aggressive reported as Type B behavior (Wyk, Boshoff, VanVuuren & Pretorius, 2009; Spence, Helmreich & Pred, 1987) . Individuals with Type A behavior may experience sense of time urgency, more likely to be involved in conflict with co-workers, more overloaded at work, and more likely to be over committed than Type B individuals (Strube, 1991) . Similarly, Burk and Werr (1980) found that Type-Abehavior supervisors supervised more subordinates than Type-B-behavior supervisors.
Type A behavior is a multi-dimensional construct that has differential relationships with other variables (Jamal & Baba, 2001; Williams, Barefoot & Schneiderman, 2003) . Spence, Helmreich and Pred (1987) described two dimensions of Type A behavior; the first is labeled achievement strivings (AS). Individuals who are high on the (AS) dimension are described hard working, active, and serious persons. The second dimension is called impatience irritability (II). Individuals who are high on the II dimension are characterized as impatient, irritable, and prone to anger. Research has shown that the II dimension is more associated with health complaints whereas the AS dimension is associated with greater productivity. Lee (1992) studied the relationship between type A behavior and job and class performance on a sample of 104 juniors and parttime workers in a business administration course. Results of that study indicated that Type A behavior were positively related to class performance. Achievement strivings (AS) were positively related to class performance and the impatience/irritability (II) factor did not relate to class performance. Matteson (1984) studied the relationship among Type A behavior patterns, sales performance and sub satisfaction of 355 life assurance agents. The study revealed that there were no significant relationships between Type A agents and sales performance.
On the other hand, different findings have been reported with regard to employee's personality characteristics and their job performance; Jamal & Baba (2001) found that Type A behavior was positively correlated with burnout and turnover motivation, and negatively correlated with perceived social support and job satisfaction. Nowack and Pentkowski (1994) findings were consistent with Jamal's (1990) findings in that Type A behavior and life style habits were correlated with burnout, and that Type A behavior was positively associated with job stress, role ambiguity, and psychosomatic health problems. The findings of Hallberg, Johanson, Schaufeli (2007) indicated that both work situation and Type A behavior were positively correlated with burnout. However, Adeoye (1998) found no significant relationship between employee's job and their personality characteristics.
Emotional intelligence and work motivation
In an attempt to understand the differences in abilities and competencies among individuals, authors have begun to focus on theories of intelligence other than the traditional ability based general intelligence like emotional intelligence (Cole & Rozell, 2011) . The study of emotional intelligence evolved from works by shown theorists as Gardener (1983) and Williams and Sternberg (1988) .They proposed broader approaches to understand intelligence. Mayer and Salovey (1995) coined the term emotional intelligence and included Gardner's intrapersonal and interpersonal components in the construct. Goleman (1998) popularize emotional intelligence in the business realm by describing its importance as an ingredient for successful business careers and as a crucial component for effective group performance.
These theorists and many others defined and explained the concept of emotional intelligence. Emotional Intelligence (EI) can be considered as a type of social intelligence and a domain of performance consisting of the ability to monitor one's own and other's feelings and emotions; the ability to discriminate among them; the ability to use the information to guide one's thinking and behaviors; and the ability to appraise and express emotions (Faye, Kalra, Swamy, Shukla, Subramanyam & Kamath, 2011; Follesdal & Hagtvet, 2009; Mayer & Salovey, 1993; Mayer, Roberts & Barsade, 2008) .Thus, the definition of emotional intelligence as the range of abilities , talent's and skill that are non -cognitive but can affect a person's ability to manage the environmental demands and pressure successfully .
Emotional-social intelligence is a crosssection of inter-connected and articulate ourselves, recognize others and communicate with team while manage our daily demands (Bar-On, 2005 ). It's important to understand the role of motivation in the workplace because of its impact on work. People are not exclusively motivated by money but most people's motivation to work is to gain experience, education and satisfaction (Christie, Jordan, Troth & Lawrence, 2007) .
Motivation can be affected by emotions because emotional intelligence represents the ability of a person to manage his own emotions and to take the emotional state of others into consideration, and how a person reacts to an emotional state can determine his success or failure in the workplace (Hur, Berg & Wilderom, 2010) . A team with good emotional intelligence would demonstrate this by working together to achieve their goals (Dulewicz & Higas, 2003) . A good team understands and appreciates one another's situation. A lesser team will not be well equipped to deal with conflict which can impact a person's feelings and thus could impact his motivation to do work (Poskey, 2009 ).
In service occupations, employees are dealing with high emotion work. They are required to effectively manage their emotions so that they can perform to their jobs well. Work motivation plays its role in urging the employees to use emotional intelligence to achieve effective performance on their jobs. Those with high work motivation tend to have higher emotional intelligence than those who don't. (Christie et al, 2007) .
Previous research has shown that emotional intelligence directly or indirectly affects employees` motivation through their attitudes, behaviors and outcomes. Wong and Law (2002) found that employees` emotional intelligence affects their job satisfaction and performance. Similarly, Petrides and Furnham (2003) showed that emotional; intelligence contributed significantly to the explanation of the variance in happiness after the personality traits had been accounted for. In his study on senior managers with high emotional intelligence employed in public sector organization, Carmeli (2003) found that emotional intelligence augments and moderates the effects of work-family conflict on career commitment but not the effect on job satisfaction. However, in a study conducted at nine restaurants, Sy, Tram & O` Hara (2006) found that food service employees` emotional intelligence was positively associated with job satisfaction and performance. Job satisfaction was found to be related to regulation of emotion and use of emotion but not to other dimensions of emotional intelligence. It was also found that job satisfaction is a mediator between emotional intelligence and organizational commitment (Guleryuz et al., 2008) .
Many research like those of Goleman (1998) and Lanser (2000) have showed a relationship between emotional Intelligence and motivation. They reiterated that through the positive and negative aspects of working life we can comprehend motivation which is an essential factor of emotional intelligence. Also Dijk and freedman (2007) proved the relationship between emotional intelligence and motivation in a study that those who require extrinsic support for motivation are always are helpless without the consent or reward system of other. Some of the studies that deal with emotional intelligence and have examined the role that emotional intelligence play in motivation, self-regulation and variety of achievement behaviors were by Frjda (1994) and Zurbriggen and Sturman(2002) .
Most of these studies showed a relationship between emotional intelligence and motivation. Thus, the literature review by Young & Youn (2011) conclude that emotionally intelligent employees are efficient enough to distinguish emotions, control them and employ them to improve performance in others as compared to those employees that possessed lower emotional intelligence capabilities. In addition, employees who possessed emotional intelligence found to be able to look at their responsibilities in a constructive manner so as to enhance.
In short, faculty member's emotional status and actions do affect how the students or colleagues they lead will feel and therefore perform. Thus, Goleman (2001) believes that if a leader have a high emotional intelligence and hence an understanding of how emotions work, it will result in higher morale, motivation, and commitment in an organization.
Social self-efficacy and work motivation
Bandura's theory contains the postulate that self-efficacy expectations, our beliefs concerning our competence in specific behavioral domains, influence our choices of, performance in, and persistence in areas of endeavor requiring or utilizing those behavioral competences. This theory contains postulates regard-ing the initial development of self-efficacy expectations from four experimental sources of efficacy information: personal performance accomplishments, vicarious learning, emotional arousal, and social persuasion and encouragement from others. These sources of efficacy information are important because they also form the theoretical foundation for the design of interventions which can increase and strengthen self-efficacy percepts. Thus, for researchers in the field of career psychology, self-efficacy theory may help to explain individuals` career decisions and performance. In terms of individual behavior, self-efficacy is the sense of confidence in an ability to overcome obstacles and to therefore persist in their presence (Bandura, 2000) . Greater self-efficacy should be positively related to employees` perception that they successfully contributing to meaningful work and therefore foster enhanced work motivation.
A growing number of studies have revealed the relationship between self-efficacy and social behavior (Caprara, & Steca, 2005) Social self-efficacy refers to individuals' beliefs that they are capable of initiating social contact, participating in a social group or activity, receiving and getting help from others, and developing new friendship (Bilgin, 2011; Brackett , Mayer & Warner, 2004) .
Social self-efficacy can also be defined as an individual's self-expectation regarding the exhibited performance depending on individual's skills in interpersonal relationships (Koparan, Ozturk, Ozkine, & Senisik, 2009 ). Also it is a belief activating individual's motivation and cognitive resources and it develops as a result of individual's evaluation regarding his or her life experience as well (Rodebaugh, 2006) . Moreover social self-efficacy is understood as individual's own judgment regarding his or her capacity to perform a specific task successfully by organizing necessary activities (Dilorio, Shafer, Letz, Henry, Schomer, & Yeage, 2006) .
Relatedly, Social self-efficacy can be considered in motivation through its effect on the direction and persistence of behavior (Wright, 2001) . Social self-efficacy expectation is an important factor helping an individual to evaluate his/her self as successful in his/her social relationship (Bilgin & Akkapulu, 2007) . Payne (2005) found that job performers have significantly higher levels of communication skills (empathizing, adapting communication, and managing relationships). In social situations, individuals have varying perceptions of their ability to successfully interact with others. In other words, their self-efficacy beliefs reflect their level of social confidence (Bandura, 2000) .
Previous research fundamentally focused on factors that are related to context, environment, more than on factors that are related to personality. Salaries or other material incentives are not the only motivators. There are other factors which can also serve as motivators. Because there is little research done on personality factors, this study is trying to relate three personality traits to work motivation. Moreover, previous research studied the combined effect of factors, whereas this study is trying to study the individual effect of the personality factors on work motivation and find the importance of these variables in inducing academic staff's motivation to engage in their work.
Statement of the problem
The main purpose of the study is to explore the relationship between work motivation and three personality variables: Type A behavior, social self-efficacy, and emotional intelligence for faculty members at the Hashemite University in Jordan. In addition, the ability of Type A behavior, social self-efficacy, and emotional intelligence to predict work motivation is also investigated. To the researchers' best knowledge, no similar studies were conducted on such population using the above important factors. Motivated faculty members are crucial for optimal human functioning in the workplace because faculty members who are highly motivated are more satisfied and more engaged in their work (Levesque, Blais & Hess, 2008) , and their motivation is associated with students' motivation.
In particular, this study is trying to answer the following research questions: According to the registrar office, there were 551 faculty members at the Hashemite University in Jordan for the academic year 2011/2012. Of all faculty members, 138 were females and 413 were males. A sample of 25% (n = 135) of all faculty members were chosen at random from all faculties to participate in this study. The total number of returned instruments that were valid for the analysis was 77, which constitutes the sample of this study of the participants, 37 were females and 40 were males. Their ranks ranged from fulllecturer to professor, and their average age was 37 years old. Table 1 shows some descriptive statistics for the sample.
Instrumentation
Four instruments were utilized in this study:
Emotional intelligence scale (EIS)
The emotional intelligence scale (EIS) developed by Schutte, Marlouf, Hall, Haggerty, Cooper, Golden, & Dornheim (1998) was used in this study. This scale assesses emotional intelligence based on self-report responses to 33 items tapping the appraisal and expression of emotions in self and others, regulation of motions in self and others, and utilization of emotions in solving problems. Participants respond by indicating their agreement to each of the 33 statements using a five-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). Examples of items in this scale, "I have control over my emotions," and "I know why my emotions change."
One of the authors of the present study translated the scale from English to Arabic. Another author, independently, translated the Arabic version back into English. Next, the back-translated English version was compared with the original English version, and both translators discussed any discrepancies and came to a consensus on the best wording when there were any discrepancies. Then, the original English version and the backtranslated version were then evaluated by three faculty members, who were fluent in English and Arabic, to ensure that the items have equivalent meanings in both versions.
This process of translation and back translation was also applied to other two scales: the social self-efficacy scale, and the work motivation scale.
EIS has demonstrated high internal consistency with Cronbach's alpha ranging from 0.87 to 0.90 and a two week test-retest reliability coefficient of 0.78 (Schutte et al., 1998) . In the present study, reliability of the scale was estimated using a convenience pilot sample of 25 faculty members, who were not included in the final sample of this study. Cronbach's alpha was 0.90, and the test-retest method resulted in an estimate of reliability of 0.85.
Type A behavior scale
The scale of Type A behavior was developed by Atoum and Farah (1999) . This scale assesses Type A behavior in adults based on self-report responses to 28 items tapping Type A behavior patterns such as time urgency and achievement strivings. Participants respond to the scale by indicating their agreement to each item using a three-point scale ranging from 1 (never) to 3 (always). Examples of items in this scale, "I try to complete more than one task in the same time," and "I feel that I am in competition with time." In the present study, reliability of the scale was estimated using the same convenience pilot sample of 25 faculty members. Cronbach's alpha was found to be 0.88, and the test-retest method resulted in an estimate of 0.86.
Social self-efficacy scale
The scale of perceived social self-efficacy by Smith & Betz (2000) measures an individual's degree of perceived social self-efficacy, which is defined as an individual's degree of self-efficacy or confidence involving social behavior. The instrument consists of 25 rationally derived items that measure the level of confidence in a variety of social situations. Responses are obtained using a five-point like Likert scale ranging from 1 (no confidence at all) to 5 (complete confidence). Examples of items in this scale, "find someone to go to lunch," and "put yourself in a new and a different social situation." Smith and Betz (2000) reported an internal consistency reliability coefficient of 0.94 and a test-retest reliability value of 0.82. In the present study, reliability of the scale was estimated using the same convenience pilot sample of 25 faculty members The internal consistency reliability estimate for the scale was (α = 0.96), and the test-retest method resulted in an estimate of 0.87.
Work motivation scale
This study used five items from the scale of work motivation by Baldwin (1990) . This scale measures direction, intensity, and persistence of work-related behaviors desired by the organization. In addition, one item was adapted from Wright (2001) which is used to assess the degree of persistence in an employee's work-related behavior. This item is: " I am willing to start work early or start late to finish a job." The researchers my job," "I feel the importance of what I do," "I am looking for vacations and holidays impatiently," "I enjoy everything related to my job." A total of ten items constituted the scale of work motivation, where all items were measured on a fivepoint likert-type scale.
The reliability of this scale was estimated using the same convenience pilot sample of 25 faculty members. Cronbach's alpha was found to be 0.72, and the test-retest estimate was 0.86.
RESULTS
To answer the first research question, Pearson correlation coefficients were computed among the four variables: Type A behavior, emotional intelligence, social selfefficacy, and work motivation; Table 2 shows these correlations. Table 2 shows that two of the predictor variables, social self efficacy and emotional intelligence were significantly and positively correlated with r = 0.40, p ≤ 0.01. The other combinations of the predictor variables had small and non significant correlations. This significant correlation might suggest for the presence of collinearity. Tolerance values of all predictor variables were checked and found to be close to 1.0, which indicates that collinearity was not a problem in this data. Thus all predictor variables can be entered into the regression equation. Moreover, Table 2 shows that only one variable out of the three predictor variables was significantly correlated with work motivation. Emotional intelligence correlated Cohen (1988) . This means that faculty members who had relatively high levels of emotional intelligence were likely to have high work motivation. Knowing that emotional intelligence had a significant correlation with work motivation, we might expect that emotional intelligence would be a statistically significant predictor of work motivation, which was the case as can be seen from Table  3 .
Regarding the other two variables, social self-efficacy and Type A behavior, Table 2 shows that these two variables did not correlate significantly with work motivation. Thus, we might expect that self-efficacy and Type A behavior wouldn't be statistically significant predictors in predicting work motivation, which was the case as can be seen from Table  3 .
To answer the second research question, simultaneous multiple regression analysis was conducted, and the results are shown in Table 3 . The predictors were emotional intelligence, social self-efficacy, and Type A behavior, while the criterion variable was work motivation. Table 3 shows that the combination of Type A behavior, emotional intelligence, and social self-efficacy significantly predicted work motivation, F(3, 73) = 7.2, p < .001. The adjusted R squared value was 0.195. This indicates that 20% of the variance in work motivation was explained by the model. According to Cohen (1988) , this is very close to a large effect. The beta weights, presented in Table 3 , suggest that high levels of emotional intelligence contribute most to predicting work motivation. On the other hand, Type A behavior and social self-efficacy do not contribute to this prediction.
Since the most parsimonious models are favored in multiple regression analysis, stepwise multiple regression analysis was conducted on the same data set to answer the third research question. Table 4 shows that, using stepwise multiple regression, emotional intelligence predicted work motivation, F(1,75) = 20.1, p < .001. The adjusted R squared value 0.20; this indicates that 20% of the variance in work motivation was explained by emotional intelligence. Stepwise multiple regression analysis excluded the other two variables, type A behavior and social self-efficacy, from the model. 
DISCUSSION
This study revealed that emotional intelligence and work motivation are positively and significantly related, and that emotional intelligence is an important factor in predicting work motivation for faculty members at the Hashemite University. This agrees with the findings of previous studies (Young, & Youn, 2011; Frjda 1997; Zurbriggen and Sturman, 2002; Dijk and Freeman, 2007; Lanser, 2000; Goleman, 1998; Guleryuz et al., 2008; Sy et al., 2006; Carmeli, 2003; Christie et al., 2007) in that employees with high emotional intelligence are more apt at recognizing their own emotions as well as others' emotions, regulating them and using them to facilitate performance as compared to employees with low emotional intelligence. Thus, employees with high emotional intelligence are able to develop positive thoughts towards their job which, significantly, leads to an improved motivation.
To ensure that faculty members show outstanding performance in teaching, they must be highly motivated and be committed to their occupation. Therefore, they need to have emotional intelligence skills because the emotional intelligence play a major role in stimulating professor's motivation through manage their relationships with others, which is an ability closely tied to emotional intelligence, as result they feel belong and are valued.
Maslow's hierarchy of needs shows that belongingness and love is complex need require from persons treat each other with respect and kindness. This can contribute to manage conflict, create suitable climate to work and achieve their goals and thus their comfort in workplace motivate them. On the contrary, if professors have poor emotional intelligence, they will not treat one another with respect and kindness may negatively affect their morale and thus their discomforts de-motivate them (Jha, 2012) .
Moreover, research findings revealed that social self-efficacy and Type A behavior were not significant predictors of work motivation. The researchers relate that to the nature of each variable. We can consider that social selfefficacy and Type A behavior are contributory factors not an essential or major factors, such as incentives or organization climate could impact directly work motivation. The social self-efficacy is an individual's beliefs about his capability of initiating social contact or organizing social activities (Lin & Betz, 2009 ) and thus isn't major aspects that can play a pivotal role in formulate or construct or even positively impact motivation.
Furthermore, there are no direct studies indicating the correlation between work motivation and social self-efficacy. This lacking of predictive value of Type A behavior regarding work motivation may refers to the life style of Type A behavior individuals which is the main cause of their stress they suffer from ( always running, having lots of things to do and racing with time). This might negatively impact on their work motivation and job satisfaction .This consistent with study of (Hallberg et al., 2007) , which indicated that Type A behavior was correlated with burnout , because Type A behavior people report more work load and tend to report higher levels of stress and role conflict . Thus, Type A behavior as a distinct coping style in response to perceived work, and life stressors would appear to contribute to feelings of emotional exhaustion, poor interpersonal relations and lack of personal and professional accomplishment.
Many studies indicated to the relationship between Type A behavior and stress or burnout, for example Nowack and Pentkowski (1994) and Jamal (1990) . All of these studies confirmed on the negative role of burnout or stress on job satisfaction and job performance or work context as whole which is one of characteristics of Type A behavior.
Finally, the purpose of this study was to explore the relationship among four variables: Type A behavior, emotional intelligence, social self-efficacy, and work motivation for faculty members at the Hashemite University, and to see if work motivation can be predicted using a combination of the other three variables. Further studies are needed to investigate this relationship using bigger and more diverse sample that represents more universities, public and private, in Jordan.
It is also recommended to explore the relationship using all levels and dimensions of all variables to get a more detailed picture of the possible significant relationships, and to check if this would also affect the prediction of work motivation.
